Purpose -There is a large literature advocating the importance of a greater proportion of women directors on boards of publicly listed firms. The purpose of this paper is to examine the numbers and proportions of women directors, including women executive directors, on listed Australian Real Estate Management and Development (REMD) companies to identify how prevalent women directors are on such boards. Design/methodology/approach -The study examines the numbers and proportions of women directors for 35 REMDs in 2011 and compares this to the broad board composition data on 1,715 Australian Stock Exchange listed entities. Statistically significant findings are evident due to the identified low proportions. Findings -The study finds that of all the Financials Sub Industry sector groups, REMDs have the lowest proportion of female directors on theirs boards -eight women on each of 35 company boards compared to 159 men on these 35 boards at 2011. Of the eight, there were only two women executive directors on boards compared to 50 men. Statistically, it appears that having women directors on REMD boards is not considered important. Even at December 2014, there are only ten women on seven company boards and only one remaining executive director of an REMD company. Practical implications -Given that female board representation is positively related to accounting returns and that there is a growing voice for legislation to impose mandatory proportions of women directors on boards around the world, it may be in the interests of REMD boards to consider appointing more women more quickly. Originality/value -The study is the first to examine the numbers and proportions of women directors amongst REMD companies to identify the paucity of such women directors.
Introduction
In June 2010, the Australian Stock Exchange (ASX) Corporate Governance Council (CGC) introduced recommendations relating to reporting on gender diversity. While KPMG (2011) report the top ten ASX listed entities had clear diversity strategies well before the CGC recommendations, it is not clear whether the rest of the listed entities on the ASX were concerned about gender diversity. In addition, while organisations such as Catalyst (2014) report that 13.4 per cent of board members of the S&P/ASX 200 in 2011 were females, gender composition data for the entire ASX list is broadly unknown. The ASX is Australia's primary securities exchange with a market capitalisation of over $1.5 trillion. The fundamental purpose of this paper is to offer insights on the entire list with a focus on Australian Real Estate Management and Development (REMD) companies. This study examines 1,715 ASX listed entities in 2011 and found that there were 8,360 directors in total, of which 499 (6 per cent) were women. This is substantially less than the proportion of women directors amongst the top 200 listed firms. The proportion of women executive directors compared to men executive directors is even less at 90 women compared to 2,179 men (or slightly less than 4 per cent of the total executive directors). There were 35 REMD companies in 2011; eight had one director on each of eight boards in a total of 167 directors (4.8 per cent). Amongst the eight women directors, two were executive directors of 52 executive directors in total (3.8 per cent). To increase the number of women directors, boards can simply appoint more women directors, but this increases costs; or, women can replace men, which is probably likely to be resisted by the existing male directors. However, directors may need to think more deeply on this issue, as gender quotas can be legislated. Norway legislated a quota system with 40 per cent women directors on boards of publicly listed companies by 2008. Spain has also legislated a 40 per cent quota by 2015 and France 40 per cent by 2017. Gender quotas for public company boards are also utilised in Belgium, India, Italy, Iceland and the Netherlands. This study considers the lack of women directors and offers some insights for companies and regulators. The industry sector and company size clearly matter when considering the numbers and proportions of women directors and for regulators to move too quickly on some industry sectors may have unintended consequences. Similarly for some sectors (including the REMD sector) to move too slowly on increasing the number of women directors may also be problematic. The remainder of the paper is organised as follows. Second section contains a brief discussion of relevant literature, while third section outlines the data and results. Finally, fifth section contains the conclusions and limitations.
Related literature
The background literature on corporate governance and women directors is substantial. This section attempts to cover the relevant background research succinctly. One strand of studies by Gompers et al. (2003) , and , all argue that the quality of corporate governance is important since the efficiency and effectiveness of a company board influences firm performance. Another strand of studies suggest the extra insight offered through gender diversity should be valued (Campbell and Minguez-Vera, 2008; Farrell and Hersch, 2005) and another reports gender diversity is positively linked to board effectiveness (Adams and Ferreira, 2009) . A recent meta-analysis study by Post and Byron (forthcoming) reports importantly that female board representation is positively related to accounting returns. For a thorough review of the literature, Post and Byron (forthcoming) examine 140 empirical board gender composition studies. This extensive review of the literature covers a great many empirical studies around the world and in various sectors. Obstacles facing women being appointed to boards has been reported on by Bilimoria (2000) and Terjesen et al. (2009), and Singh (2008) confirm that low female board representation is a global phenomenon. A recent paper by Pauli (2013) confirms this in the property industry in Sweden. As to the future, a significant study by the World Bank (2012) suggests that improving board gender equality can "[...] enhance productivity and improve development outcomes for the next generation [...]" and positively calls for increases in the proportions of women directors on boards. There is a loud and clear call by many normative thinkers that having more women on boards is appropriate. Two social barrier theories may be useful in explaining the relatively few women on boards of REMD companies. The first theoretical framework for examining the relatively low proportion of women on boards is Thurow's (1969) dual labour market theory. Briefly, the theory suggests there is one group of primary jobs (that may require higher education, experience and skill levels) and another group of secondary jobs (that may have lower education, experience and skill levels) within the sector or the economy. Women may be associated as residing in this secondary labour market within the REMD sector. Morrison and von Glinow (2000) further suggest that staff positions (as opposed to line positions) are secondary jobs that house an unusually large number of women. A striking feature of their study is that those holding staff jobs are highly unlikely to be promoted to primary jobs or top leadership positions. Additionally, some industry sectors just do not employ large numbers or proportions of women. Hyland and Marcellino (2002) report that the "construction" sector has been male dominated and unlikely to employ many women directors. As such, the second framework to consider is Kanter's (1977) "token" theory. Kanter (1977) suggested that people that make up less than 15 per cent of an organisation, may be considered as "tokens", often viewed as representing their social category.
Data and results
DatAnalysis and Connect 4 Boardroom databases were utilised to collect gender and company data for 1,715 Australian companies listed in 2011. As such, a positivist approach to the research is adopted. Table I uses cross-tabulations of no women directors, one women director, two women directors, three women directors and four women directors, in each of the ten GICS sectors. Of the 1,715 entities, 1,325 entities (77 per cent) did not have any women on their board; 298 (17 per cent) had one woman; 78 (5 per cent) had two; 11 (1 per cent) had three; and three firms had four women directors. The table also reports the number of firms; the number of women directors and the number of men directors. The proportion of female and male directors in each of the ten sectors is shown in Figure 1 . The Materials sector only employed 95 women directors compared to 2,870 men directors, or 3 per cent of the total number of directors employed in this sector. The Energy sector also only engaged about 4 per cent of directors who are women (t-tests of mean differences show that these two sectors are statistically different in the proportions of women directors they employ). The Financials sector (which includes the REMD sub sector) employed 117 women directors compared to 1,048 men directors, or about 10 per cent of the total number of directors employed in this sector. Figure 1 clearly shows that the Consumer Discretionary sector employs the largest proportion of female directors with 12 per cent of all the directors engaged in this sector being female. The Financials sector follows closely with female representation at the board level of 10 per cent, while 9 per cent of all directors in the Health Care sector are female. It is not surprising that these sectors appear to be those where the share of female employment is greatest. The Department of Employment (2014) Table II reports the number of women directors relative to board size. What it broadly shows is that bigger boards tend to engage more women directors and this is consistent with the literature. However, only 92 entities of the sample of 1,715 employ more than one female director and there are only five firms where there is a majority of women directors. The largest board (RIO Tinto Ltd) comprised 16 directors (two of whom were female nonexecutives). The largest REMD company board (Devine) comprised nine directors (none of whom were female). No REMD company boards in 2011 employed more than one female director, regardless of board size. Table III partitions the 1,715 firms into deciles by market capitalisation. The largest 10 per cent of companies clearly employ a greater proportion of women directors than the other 90 per cent (ttests of mean differences identify this top 10 per cent as clearly different in the proportions of women directors they employ, while there is no statistically significant difference in the other 90 per cent). The largest 10 per cent of firms employ more than a third of the female directors (171 of 499) while the largest 20 per cent of firms employ nearly half of all female directors (241 of 499). Lend Lease is the largest REMD by far -in 2011 it employed one female director. Lend Lease constituted over one-half of the market capitalisation of the REMD sector and owned nearly one-half of the total assets in the sector.
Table III. Number of women directors relative to market capitalisation decile
While most of the literature tends to focus on the broad number of women directors, this study also reports the numbers and proportions of women executive directors. Table IV does this for each of the ten GICS sectors and in aggregate. Of the 90 female executive directors shown in Table IV, 21 hold the position of Chief Executive Officer (CEO); 14 are managing directors; and a further seven are described as CEO and managing director in their respective 2011 Annual Reports. The remaining 48 are listed as being executive directors (generally holding such positions as chief financial officer or chief operating officer). In aggregate, 95 per cent of the 1,715 firms do not employ a female executive director (or only 5 per cent do). This is rather startling in that Catalyst (2014) reports that over 45 per cent of the labour 6 force are women. The largest proportions of women executive directors are in the Consumer Discretionary and Health Care sectors. The low proportions (2 per cent) in the Industrials, Materials and Utilities sectors is striking. Table V reports the numbers and proportions of male and female executive directors in the data set. Interestingly, there are 30 firms with one female executive director and no male executive directors at all, but the clear preference is for male executive directors. There were 90 women executive directors in total, while there were 2,179 men executive directors in total (about 4 per cent). While Table I reports that there were 117 women directors and 1,048 men directors in the Financials sector (or around 10 per cent women directors), Table VI What stands out in this sector though are the data for REMDs. There were only eight female directors on each of eight different boards in 35 REMD companies listed on the ASX. There were 159 men directors however on these 35 boards. The proportional female representation is 4.8 per cent, substantially lower than the Financials sector average. The average market capitalisation of a firm in 7 the Financials sector was over $2 billion with an average board size of five while for the REMD firms the average market capitalisation was $259 million with an average board size of five. Lend Lease contributed over half of this market capitalisation. As discussed previously, companies with larger market capitalisations tend to employ more women directors. REMDs are generally not such larger market capitalisation entities. 
Conclusion and limitations
The numbers and proportions of women directors are clearly low (at 6 per cent), at a time when women represent nearly one-half of the workforce. While most studies generally examine the number and proportions of the largest listed entities or a particular sector, this study attempts to examine the entire available set of ASX listed entities with a focus on Australian REMD companies. This study also examines the numbers and proportions of executive directors and finds that women constitute only around one in 25 executive directors. As such, having women executive directors suggests statistically, they not appear to be important to ASX listed entities in Australia. With REMDs this is now down to one in 51 on December 2014. Even given these low proportions, this study does not however necessarily suggest legislation should be used to enforce a women director quota. In some sectors, like the REMD sector, this may deliver unintended consequences for the stakeholders of such firms and needs to be more carefully considered. Similarly, to enforce a women director quota on smaller firms may also deliver unintended consequences. Further research on this is needed. Given however that there is a business case since female board representation is positively related to accounting returns and that there is a growing voice for legislation to impose mandatory proportions of women directors on boards around the world, it may be in the interests of REMD boards to consider appointing more women more quickly. This paper does not take into account multiple directorships held by any individual. Hence the aggregate number of directors (both women and men) in this study will be overstated. An analysis of the data indicates that of the reported 499 women directors, 76 individuals held directorships in more than one ASX listed entity (multiple directorships). Furthermore, gender composition at the managerial level remains to be examined. If it is reasonable to presume that existing company managers' may be likely (or best suited) candidates for board selection, such results may prove helpful in explaining the apparent lack of female participation on the boards of Australian listed companies. While the social exclusion theories of Thurow (1969) and Kanter (1977) may help theorise about the low numbers and proportions of women directors on REMD companies, more research is needed. This study hopes to motivate that research. Education, experience and other characteristics of REMD company board members might be usefully explored. 
